Introduction
During the past few decades, many business units have used different layoff plans to restructure business units and develop products with lower cost. The increase in competitions among international firms has motivated many to use technology-based equipments in an attempt to reduce workforces. An immediate consequence of layoff is that the remaining workers may lose their confidence and decide to plan for other job opportunities. Therefore, organizations need to provide supportive plans to increase workers' motivation by providing additional benefit packages such as healthcare, dental plan, wage increase, recreational plan, etc. (Wiener, 1982) . There are different studies to measure the relative importance of layoff of workers' confidence, loyalty, etc.
Mckee-Ryan and Kinicki (2002) believe a mass layoff not only hurt people who lose their jobs but also it could have some social consequences. An immediate layoff decision is to expect the remaining workers to work harder and produce more products, which could put more pressure and increase their working stress (McKinley et al., 1995) . The ultimate objective of layoff could be to increase profitability through reducing direct payment but the layoff could lead to opposite results since workers may not work as well as they used to do (Rigby, 2002) . Any resistance on behalf of the employees could initiate such negative consequences (Beam, 1997) . According to Millward and Brewerton (2002) , workers believe terminating a permanent contract offends them and they expect managers to be faithful to their long-term contracts. Shah (2000) reports that any successful downsizing program must be accompanied with better benefit packages, which includes better features. Prahalad and Hamel (1990) recommend special attention on maintaining human resources since they are considered as intangible assets. There are different plans to measure the effects of supportive plans on remaining employees (Hoppock, 1935; McKinley et al., 1995 McKinley et al., , 2000 Greenhalgh et al., 1988; Baron, 1999; Seal & Knight, 1988) . Shah (2000) measures the relationship between the impact of layoff on the remaining employees' job satisfaction and confidence. Fisher and White (2000) study the impact of layoff on social relationships. According to Wright and McMahan (1992) , Wright and Snell (1998) and Hirschman (2001) , it is important to find out the most important factors influencing employees' confidence when layoff happens. Mitchell and Lee (2001) explain that job satisfaction and confidence play vital role on keeping the remaining employees of any organizations. Meyer et al. (1991) discuss how to motivate the employee during the first year of employment. Cascio (1993) , Sun and Yeh (1996) and McMaster (2002) report that the success of a business firm, which has recently reduced its stuff does not depend on increasing productivity but it depends on taking care of the remaining employees. Naumann et al. (1995) propose some framework based on Eisenberger et al. (1990) to increase the remaining employees' confidence and job satisfaction. The framework suggests that a more supportive employee program could increase profitability and overall perception of company's infrastructure. Delery and Shaw (2001) report that employee motivation is considered as one of the most important factors for the success of business units. Herzberg (2003) studies various motivation techniques and their effects on the success of a company. Smith et al. (1969) is believed to be the first who introduced different techniques for increasing job satisfaction and Cameron (1994) introduces some techniques for a successful downsizing without losing employee job satisfaction. Brockner et al. (1997) perform a comprehensive study on what happens on the remaining employees when a layoff plan occurs.
The study of this paper presents an empirical investigation on the effect of workforce reduction on the remaining job satisfaction and confidence. This paper is organized as follows. We first present the proposed framework in section 2 and section 3 explains details of our analysis. Finally, concluding remarks are given at the end to summarize the contribution of this paper.
The proposed framework
In order to study the impact of different factors on job satisfaction and employee confidence when layoff happens we have designed a questionnaire using Likert scale (Likert, 1932) . The study also uses principle component analysis with vertical rotation (Hair et al., 1998 ) on a questionnaire consists of 87 questions to reduce the number of items to 14. We have removed those items whose reliability was below 0.50. We finally remove 19 items and kept 68 questions, which were categorized into 10 different parts with 2 76.173 R = and Cronbach Alpha (CA) (Cronbach, 1951) was calculated as 0.79. As we can observe from Table 1 all items represent a reliable Cronbach Alpha and details of personal characteristics of the people who participated in our survey are given in Table 2 . As we can observe from Table 2 , most of the participants are from non-supervisory section with over 10 years of job experience. Over 70 percents of them have less than 14 years of educational background and they are mostly middle age people.
Results
This section summarizes details of our studies on the people who took part in our survey. Table 3 shows the summary of ten factors. As we can observe from the results of Table 3 , different levels of people have various levels of job satisfaction on their jobs. Therefore, people may have different perceptions on their working environment based on what they experienced. As a result, any human resource development must be in accordance with good knowledge about population. We could also expect different long-term commitment among people with various educational background, supervision status and age. Next, we use some dummy variables representing these items to measure the relative influence of these components. The case study that we did our survey incorporated three subdivisions A, B and C. Most employees who participated in our survey were from these three units. However, two groups from administrative (D) and service (E) sections were working outside the units. We also considered employee in supervision position level (SL) and those who were not (NSL). Table 4 shows the details of our analysis on the relationship between seven variables A, B, C, D, E, SL and NSL and 10 components of commitments. Table 5 summarizes the results of our survey for permanent commitment. The other analysis is to measure the relationship between different long-term components and combinations of experience, age and educational level. In Table 6 , the first variable represents for those with less than 5 years of job experience (5YJE), the second row is for those with 6 to 10 years of job experience (6-10YJE), the third row represents the 11-15YJE and more than 16 years of job experience (16YJE), the fourth row represents the employee with less than 9 years of educational background (LEB), the fifth column is for those with high school knowledge (HSB), the six column is for 14 years of educational background (14EBG), the next one is for people bachelor degree (BDEG), those with bachelor and less than 30 years age (B&30), people with 30-39 and finally the last column represents the employee with 40 to 49 and more than 50 years of ages. Table 6 and Table 7 , we can understand the impacts of different factors on permanent commitment. Now we can perform a regression analysis on the result to have more detailed results. Table 8 summarizes the results of the implementation of different regression functions.
Table 8
The results of the implementation of two regression models on permanent commitment As we can observe from Table 8, the regression model 2 represents better results compared with the regression model 1. According to the results of the second model, three variables of family, position and payment play important role on permanent confidence of a firm. We have performed another round of interview and questionnaire and the results of our survey are summarized in Table 9 . It is clear from the results of our interview that payment, personal healthcare, environment, working conditions and its pressure are considered as the most important issues. Other factors such as job promotion, job progress, etc. are considered as the secondary important issues.
Our detailed interview revealed that most of the workers heavily depend on their payment to cover their expenses such as food, rent and their children educational expenses. The people who participated in our survey believed that a healthy family with good income represents an ideal job satisfaction.
The other issue, which affects job satisfaction, was the pressure on remaining workers after mass layoff. This issue has already been discussed in other relative articles (Hrebiniak & Alutto, 1972; Rousseau, 1995; Maierhofer et al., 2002) . They believed the management not only expect more work but also request them to get additional degrees to continue their job in their present position. In addition, workers believed that work reduction had been an issue for a long time and there were many cases where workers were sent to some places, which was far from where they resided. They claimed there had been many complains about these actions but no changes were made. They workers complained that the working conditions had been changes and management team used tough working conditions, which created motivation among many workers to apply for early retirement.
Conclusions
In this paper, we have presented an empirical study to investigate the impact of different factors on job satisfaction and workers' long-term commitments. The present study of this paper designed a questionnaire and used principal component analysis to find the most important issues affecting workers fidelity after a layoff happens. The study was implemented for a real-world case study of detergent producer in Iran. The results indicated that payment, personal healthcare, environment, working condition and its pressure were among the most important issues affecting long-term commitment. In addition, there were other factors such as job promotion; job progress; etc., which were considered as the secondary important issues.
